Experience is probably the best teacher, as the saying goes, but the tuition is often very expensive. In doing training with a multinational corporation in Australia, I was once asked to estimate how much a "wrong" decision would cost in a particular employee selection. When the direct and indirect costs of that wrong decision were considered, the final cost was astonishingly high. And yet, there are many important insights about human behavior that can be learned-but cannot be taught. The best that a trainer can hope to do is construct and organize a situation in which the learning takes place. Just lecturing, talking about, or "telling" someone will not be heard or understood without the direct experience. This insight has led me to believe that "one in the eye"-as a participant-observer-is twice as valuable as merely hearing about other people's experiences.
The Value of Remembered Learning
I learned to respect the value of experiential learning first from Paul Torrence at the University of Minnesota, who was one of the foremost authorities on "creativity." At least half of every class he taught on "small groups" was spent in exercises, simulations, and experiential activities. I remember him picking up a building brick outside the building, bringing it to class, and challenging us to come up with a list of innovative uses for the brick. Those who could come up with a purpose not already identified by anyone else in class received 10 points, and those where only one other person came up with the same purpose only earned 5 points. Of all the undergraduate classes I took at the University of Minnesota, this class in small groups remains the most vivid.
Another example of remembered learning occurred in 1992, when I taught courses in small groups, cultural groups, and personality at the University of Pittsburgh's "Semester at Sea" program of study. The 400 junior and senior undergraduate students aboard the USS Universe attended class every day at sea on a trip around the world and then went ashore at 12 different ports en route for several days of organized and spontaneous experiences ashore. The 80 students in my three classes were required to collect eight "critical incidents" each from their experiences ashore to illustrate the psychological constructs taught in my three classes. Each critical incident that they had observed, experienced, or heard about was to have occurred in a brief 3-to 5-minute period of time, illustrate the cultural context, and require a decision where the right and wrong choices are not clear but where serious consequences will occur if a wrong decision is made. Collecting critical incidents enhanced the students' analyses of their experiences ashore. Three hundred of the best critical incidents were assembled in the book by Pedersen (1995b) , The Five Stages of Culture Shock: Critical Incidents Around the World.
On occasion, a colleague would jokingly ask me if I enjoyed the "cruise," implying that the Semester at Sea was not a serious educational experience. I would respond by asking that colleague to tell me about an undergraduate course that he had found to be especially important. Typically, that colleague could not recall any particularly memorable undergraduate course. I would then suggest that the students on the Semester at Sea program would clearly remember their courses, their experiences, and their learning for the rest of their lives. If "remembered learning" is the function of good education, then the structured experiences of students traveling around the world illustrate a powerful educational experience.
Another example of remembered learning outcomes is the triad training model, which was developed at the University of Minnesota in 1968 for preparing counselors to work in multicultural populations (Pedersen, in press ). When a counselor and a client meet, there are three conversations going on at the same time. The first conversation is the verbal exchange. The second conversation is the counselor's internal dialogue. The third conversation is the client's internal dialogue. The counselor can hear the verbal exchange and monitor his or her own internal dialogue but does not know what the client is thinking.
The more cultural differences there are between the counselor and the client, the less likely the counselor is to know what the client is thinking but not saying. The counselor does know, however, that part of what the client is thinking is negative and part is positive. The triad training model seeks to simulate the client's internal dialogue through feedback from a procounselor and an anticounselor during a role-played interview. A counselor trainee from one culture is matched with a three-person team from the same other culture. A White male counselor might be matched with three Black females, one as a coached client, one as a coached procounselor, and one as a coached anticounselor. The four persons interact in a 5-to 10-minute videotaped role-play interview and then are debriefed by watching the videotape and recalling the real feelings and messages they had at each point of the interview.
Through immediate and continuous feedback to the counselor during the interview, the triad training model seeks to (a) increase the counselor's awareness of the client's perspective, (b) recognize resistance in specific rather than general terms, (c) diminish counselor defensiveness when being attacked by the anticounselor, and (d) develop recovery skills for learning what to do or say after having said or done the wrong thing. Participants initially try to block out what the procounselor and anticounselor are saying, but after about three interviews, they begin to monitor and analyze what all three other people are saying at the same time. Trainees internalize the procounselor and anticounselor function in their counseling style to better imagine the positive and negative messages a culturally different client may be thinking but not saying (Pedersen, 1994) .
A Safe Place to Take Risks
If an educational experience is perceived as unsafe, it is unlikely that participants will take more risks than absolutely necessary. If participants fail to take risks in an educational experience, then it is unlikely that learning will occur. Simulations provide the advantage of structuring a safe place for participants to take risks with minimum negative consequences. Simulations provide an opportunity to "rehearse" the consequences of different behaviors and then debrief one another on the probable consequences were that exchange to occur in real life.
One important application of this principle is in teaching counselors basic counseling microskills (Ivey & Ivey, 1998) . The complicated functions of counseling are divided into microskills that can be role-played and debriefed, beginning with the foundation skills of "attending" and moving toward the more sophisticated "influencing" skills. Each student in my class on counseling skills leaves every class with a 15-to 20-minute videotape showing them role-playing a counseling interview for 8 to 10 minutes and being debriefed by the coached client and two observers for 5 to 10 minutes. The learning impact of watching themselves role-playing on videotape is reported to be a powerful influence by participating students. In the safety of these four-person classroom groups, the students may experiment with strategies and theories of counseling to explore the probable consequences and develop their own unique counseling style.
While teaching at the University of Malaya, I was asked to teach a course on education and society. Although the interaction between Malays, Indians, and Chinese is essential to understanding education and society in Malaysia, it is against the law to discuss potentially inflammatory racial issues. I was acquainted with a government officer charged to enforce these laws and presented my dilemma to him. How could I teach about education and society in Malaysia without discussing the three ethnic groups? He suggested that I "simulate" a society with three ethnic groups "similar" to the Malays, Indians, and Chinese. I consequently developed a simulation titled "Multipoly" (Pedersen, 1995c) where rural and urban members of three ethnic groups interacted and/or competed together.
The students were divided into six-person groups, with each student being responsible for researching the perspective of one urban or rural ethnicity on the chosen topic. One group studied the examination process all students were required to complete to get into college. Another group studied the impact of military service. Another group studied the marketing of agricultural products. Other groups focused on other situations in which all six Malay, Indian, or Chinese rural or urban groups interacted. Having selected a situation, the six students would identify 25 or 30 specific and likely events to occur in that situation. Having identified the points at which each group would interact/compete/cooperate, each individual would research the positive and negative consequences for his or her particular population of that event.
When the simulation was complete, the game board would have 25 or 30 events around the edge where the six populations interacted to compete and/or cooperate. Each event would have different positive and/or negative consequences for each of the six players. The one simulation would have a different set of "rules" for all six players, depending on the event. Players would shake dice or spin an arrow to indicate their movement on the game board across the likely events, with each player earning or losing points depending on the positive or negative consequences of that event for someone in that cultural role.
The outcome measure was that players would learn the positive and negative consequences of different events in a particular situation for each of the six populations. In this way, the students could learn about the stresses of a multiethnic society without breaking the law in Malaysia through simulating the controversies rather than discussing them directly. The students were very positive about the experience, although other faculty complained that my students had checked out all the good books from the library to research their population's perspective.
Another example of where simulations provide a safe place to take risks is in the simulation "Lump Sum," developed by Marshall Singer from the University of Pittsburgh and myself (Pedersen, 1980) . The total training or classroom group is divided into four or five competing special interests such as business, religious, health, education, military, political, and so on, depending on the salient special interests and natural expertise of the group being trained. Participants are divided into four or five special interest group representatives according to their interest and/or expertise. Participants are informed that a large amount of money, usually about $10,000,000, has been made available from a large organization such as the United Nations or the federal or state government, provided that all representatives can come to a unanimous agreement about how the money should be spent in a 90-minute interaction. The interaction is divided into a series of negotiation sessions, with one representative of each special interest working together, and caucusing sessions in which the special interest representatives bargain with one another to reach consensus.
Typically, the more Westernized, urbanized, majority culture, modernized, and industrialized groups reach consensus within the time limit, whereas the less Westernized, rural, minority groups with less access to modernized and industrialized technology do not reach agreement. Furthermore, when either group role-plays the interests of the other, it will take that population's perspective regarding the need for consensus. It is as though the dominant-culture participants value getting the money at whatever cost, but the minority participants maintain their principles at whatever cost. In one instance, an inner-city minority group in Boston completed the Lump Sum simulation and did not reach consensus. A few months later, that same group was offered a large sum of money from the city of Boston, provided that it could reach unanimous agreement on how to spend it. The experience of having completed the Lump Sum simulation was credited with their ability to reach consensus and receive the large sum of real money.
Learning Cultural Patterns of Assumption
The underlying assumptions of our own culture are hidden from us, and learning about those assumptions is like a fish "discovering" water. We typically apply the selfreference criterion that we should "do unto others as you would have them do unto you"-whether they want it done unto them or not! Simulations confront us with our own assumptions in patterns of similarity and/or difference as a multicultural population. I have developed numerous exercises that confront participants with the patterns of their own culturally learned assumptions to increase multicultural self-awareness (Pedersen, 1997; Pedersen & Hernandez, 1997) . These typically brief (5-8 minutes) experiences provide examples of action research to illustrate the otherwise abstract idea of culture.
One of the most important examples of learning cultural patterns is a Synthetic Culture Laboratory based on the 55-country database described by Hofstede (1980) . One end of each of Hofstede's four dimensions is developed into a "synthetic culture." Alpha culture is a high-power distance population with a hierarchy of authority and where protection of the leader is the prime value. Beta culture is a strong uncertainty-avoidance population that values clear guidelines and specific rules where the protection of the law is the prime value. Gamma culture is a high-individualism population where each individual acts independently and where protection of freedom is the prime value. Delta is a strong masculine population where more materialistic interests are obvious and where winning at all costs is the prime value (Hofstede & Pedersen, in press ).
In the simulation, the participants select one or another Synthetic Culture identity either because it is similar or sometimes because it is dissimilar to their real values. Each synthetic culture group assimilates a page of rules in a 30-minute discussion. Then each group meets with each other group in turn for a 10-minute role-play on problems each group is having with "outsiders," followed by 10 minutes of debriefing. After three cycles, each group has met with each other group and reports back to the other participants (a) feedback about each of the other three groups and (b) advice to outsiders seeking to work with their particular Synthetic Culture group.
Although the four Synthetic Cultures are one-dimensional stereotypes of the more complex 55 real-world cultures in Hofstede's database, the laboratory provides participants with a framework to examine the extent to which all four types are present in themselves and others. The Synthetic Culture Laboratory has been used to train counselors (Pedersen & Ivey, 1993 ) and a variety of other public-and private-sector service providers. The two most surprising observations I have had using the laboratory are (a) that participants can take on the role of a Synthetic Culture within 30 minutes, even though that population may be antithetical to their own values, and (b) that the words in which you wrap your arguments are often more important than the content of what you are saying.
A software version of the Synthetic Culture Laboratory was developed at Syracuse University (Pedersen, 1995a) based on a 1,000-word pool on hypercard for each of the four Synthetic Cultures to respond appropriately to yes or no questions either by (a) strongly agreeing, (b) strongly disagreeing, (c) moderately agreeing, (d) moderately disagreeing, (e) giving a yes or no answer, or (f) asking that the question be rephrased if the question fails to use any of the words in the word pool. Participants select one of the four Synthetic Cultures and interact with that population by asking questions. The pattern of responses is displayed in a graph, and the exact number of response types is listed. Users are invited to take a posttest to demonstrate learning, and the complete interaction can be printed out for a class assignment. Although the software is not yet perfected, it provides an interesting opportunity to discuss the same controversial topic using different words appropriate to each of the four contrasting Synthetic Cultures.
Of all the different exercises for identifying patterns of culturally learned assumptions, my favorite is "Outside Expert" (Pedersen, 1994) . In this 10-minute exercise, a group of four to six participants is asked to leave the room while I set up a cultural group. The patterns of this "host" cultural group are (a) they can only answer yes/no questions; (b) men may not talk with men, and women may not talk with women as a friendly act to protect the visitor; and (c) if the outside expert is the same gender and smiling, the host culture person will assume that the visitor wants agreement and will say yes regardless of what the outside expert is asking. If the visitor is not smiling, the host culture person will say no, presuming that is what the visitor wants.
When the outside experts come back into the room, they circulate independently around the room for about 5 minutes, asking yes/no questions to find out as much as they can about the host culture. After 5 minutes to collect data, each visitor reports back to the group what he or she learned. The brief reports are followed by a debriefing discussion. Typically, the visitors' findings reflect more about the visitors' own values than the values of the host culture. They often experience the host culture as unfriendly, although the host culture was trying as hard as possible within their rules to be accommodating. They experience the host culture as inconsistent, although the inconsistency was actually a function of the visitor smiling or not smiling. The visitors disregard nonverbal host-culture aspects such as smiling or gender. Many of the classic problems with outside experts working in unfamiliar host cultures become apparent in this brief exercise.
Conclusion
My doctoral adviser said that education is something that happens by accident when you are trying to do something else. In that mode, life itself and all the component experiences are a kind of simulation. We know we have learned something because we experience a "sense of surprise." When that surprise happens, you have two choices: You can identify and analyze the learning that has occurred and articulate it so you will own it for a lifetime, or you can enjoy the pleasant feeling of the surprise without analyzing it, which means it will dissipate in minutes and be lost forever. Simulations provide the analytical tools for turning raw experiences into learning.
The strengths of simulations I have used or developed are (a) that they establish remembered learning experiences for future references, (b) they provide a safe context in which to take risks and learn the consequences of interventions ahead of time, and (c) they provide increased self-awareness of culturally learned patterns that control thinking.
I have learned to have great respect for simulations in the learning/teaching functions. Simulations provide a different way of looking at one's life experiences as a participant-observer, learning from those experiences in a continuous feedback loop while building toward increased expertise.
